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OFFICE OF PERSONNEL

What affect has publicity in the past year had on the
Agency's ability to recruit new personnel? '

What is the status of CIARDS, its future, its viability,
its relation to Civil Service? Why is there a budget
schedule for CIARDS in the Federal Budget this year?

What mechanisms do you employ in the different directorates

periodically to identify marginal performers and separate
those whose performance cannot be improved?
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QUESTION. RECRUITING -- IMPACT OF PUBLICITY

What effect has publicity in the past year had on the
Agency's ability to recruit new personnel?

ANSWER. Recruiting has not been adversely affected‘by
publicity concerning the Agency. The numbers of
people writing in for jobs increased from 21,532 in
calendar year 1974 to 33,511 in 1975, an increase
of 56 percent. For last year's Summer Intern Program,
400 people applied. Over 600 have applied for this
year's program. The quality of applicants is as good,
if not better, than in previous years. The number
of applicants who cancelled their processing dropped
from 790 in 1974 to 682 'in 1975, a decrease of

14 percent.
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QUESTION. What is the status of CIARDS, its future, its

T viability, its relation to Civil Service? Why is
there a budget schedule for CIARDS in the Federal
Budget this year?

ANSWER. The CIA Retirement and Disability System is one of
the fwo statutory retirement systems in CIA. About
two-thirds of Agency personnel are undef the Civil
Service System and one-third under CIARDS. Membership
in CIARDS is accorded to those Agency employees who
perform what the CIA Retirement Act describes as
"dufies clearly distinguishable from normal Government
employment."

The CIARDS was enacted in September 1964 as the
result of efforts by the Agency to provide, for its
employees who perform '"clearly distinguishable" duties,
rétirement benefits a bit~better than provided by the
Civil Service System and to permit employees who per-
formed such duties to retire earlier than they could
under Civil Service.

The CIARDS is basically the Civil Service System
with provision for a slightly more favorable formula
for computing annuities and permitting retirements to
occur at ages earlier than provided for under Civil
Service. In almost all other respects, CIARDS follows
Civil Service. Since 1965, we have secured amendments
to CIARDS in order to maintain comparability with the

Civil Service System.

C-O-N-F-I-D-E-N-T-1-A-L E 2 IMPDET
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intelligence sources and methods:

1. Participants in CIARDS must, by law, maintain
prescribed periods of qualifying service at certain
points in their Agency tareers. This means that certain
of them are being put into, or removed from, CIARDS
over the years. Since almost all of these are ﬁnder
"cover" of some type, we could not permit such records

to be maintained in the Civil Service Commission.

25X1A

3. The CIARDS is closely meshed with the workings

of the concept of '"career service'" which is an institution-
" alized aspect of personnel management throughout CIA.
CIARDS is much more management-oriented than is Civil
Service: Management (career services) controls assign-
ments of employees and management plays a role in all
retirements under CIARDS, except retirements for dis-
ability or for those that are mandatory because of age.
Together, CIARDS and the career service management
comprise our fundamental context of personnel

management. We cannot countenance its disruption.
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(b) annual payments of that portion of normal costs not
met By employee/employer contributions; and (c) annual
payments to finance in 30 equal installments increases
in unfunded liability for new or liberalized benefits,
extension of coverage or salary increases. I consider
enactment of this legislation essential to thé continuing
liquidity of the Fund.

The schedule which appears in the President's
FY 1977 Budget for a $28.3 million payment to CIARDS
simply reflects the estimated budgetary cost of the
above-cited 1egislation for FY 1977, should it bel |

enacted.

C-0-N-F-I-D-E-N-T-I-A-L
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In sum, our training costs are high because of the
unique training requirements existing in the Agency which

can be met only by giving the training in-house.

- GENEEETY
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QUESTION. What mechanisms do you empioy in the different
irectorates periodically to identify marginal performers

and separate those whose performance cannot be improved?

ANSWER. The Agency's personnél evaluation program includes
a single Agency-wide system for job performance evalua-
tion and several comparative evaluation systems which
are designed t°7$§f§héﬂfwﬁéiifﬁiﬁéﬁiigﬁﬁvﬁﬁéﬁzgi%eiﬁgfﬁﬁféf/
career service.p It is Agency policy to inform employees
of the effectiveness of their work performance. The
Agency's performance évaluation system is designed to
promote communication and understanding between super-
visors and employees with respect to the employees'
performance of their assigned duties and to provide an
official record of each employee's job performance in

terms of Agency-wide criteria.

Letters of Instruction. Supervisors participate with

employees in defining annual performance objectives and
action plans which specify the timing of results which
the employees intend to accomplish. The written state-
ment of these objectives and plans (LOI) establishes

the standards for evaluating each employee's performance
in terms of his productivity'during the following year.
Letters of instruction are revised to record signifi-
cant qualitative or quantitative changes in prodUctivity‘

goals.
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Fitness Reports. Agency policy requires that

supgrvisors record at least once each year_their
opinions and evaluations of the work performance of
employees under their jurisdiction. - An unsatisfactory
or marginal rating requires immediate and positive
remedial action and the action taken or recémmende&
by the supervisor must be described in the narrative
section of the fitness report. The nature of the
action could range from counseling to separation.
Any weakness noted in a prior year's report must be
commented on in the subsequent report. Réting
officers must certify on the fitness report that poor
perfofmance, when 1t occurs, has been the subject of
discussion with the empibyee. Reviewing officers have
the responsibility for following up on marginal_and_
unsatisfactory ratings and bringing the particular
case to the attention of the career management officer.
| Deputy Directors develop and administer systems
for comparing the relative capabilities and potential
of employees in their directorate as pertinent to their
selection for assignment, advancement and retention.
The Director of Personnel assists in the development
and operation of such comparative evaluation systems
s and reviews them from time to time to ensure their

continuing relevance. In October 1975, the Director
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of Personnel, with the help of representatives of
each of the career services, developed "Descriptors
for Comparative Evaluation Groupings" to be used by
all of the career services in their comparative
evaluation process. The resultant five groupings
provide a basis for career board actions such as
assignment, promotion, counseling and separation.
The bottom category 1is “Substandard" and requires
administrative action which may include counseling,

training, reassignment and/or separation.

Approved For Release 2001/04/09 : CIA-RDP79-00498A000100070005-8



AP EURRTRAt A )
) . L%}ilg vy d %J%L
. Approved For Releasg,2001/04/09 : CIA-RDP79-00498A000188670005-8 - 7% .~ 9

oW 7 e g
Ty =YS6f
% PR 1975 &

The Honorable James T, Lyan, Directer
office of MHaasgesent and Budget
¥ashington, B. £. 210303

Bear Mr. Lysni

This rozponds to that portisn of HMr. Ash's lstter of
30 January 15735 whick relates to tha CIA Retivement and
Dizability Systzm {CIARDS).

In requesting that we roview the desirability of merging
CIAZDS with the Civil Service Retirssent Systea (LSR8}, Mr.
sch notad that the difficnlties iuherent in providing for
pnfunded 1izbility and in npdating our systen te parallsl
changes i thse (528 argune for 8 BovYHeT. ‘

spsed on our roview, I have concluded that the intavrests
sf this Azoncy will ba ssrved beltar and more efficlently
by continuing CIARDS as a saparate system. When viowed in
the coatext of sound personnsl managenant and related con~
siderations of economy, security, adninistrative asss and
worale, ths problems of providing forx pafanded 1iability
gnd of updating our Systss do not sppaar sericus onouzh Lo
watrant merger. Horsovaer, wWo believe it to be less 4ifflcule
o ohtain legislation to ovarcoas thase two problems thas to
ocbtain ths lezizlation needsd to schieve morgsey, and sn appro-
sriate leglslative proposal kas alresdy baen prepavaed, W
aubmit the followiag Information ia suppert af our viows and
conclasiona:

1. First, 1ot mp nole rhat 3 anlqus retiroment
policy raspousive (s the neadz of this Agsncy and
directly iatezratsd into our personnel wmanagsment
systom axlisted sven nefore enactment of CIARDS.
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&, The first rzceopded concexn of Aganey
aanagesent {ox retlruasnt al agss sarlioxr than
the sandatery agy ol 70 as provided under the
£ivil Servicoe Retiremeat System was wads a3
early as October 1833 in a3 vepert of a task
fovrge on legislative sims. his report mentioned
that sewmp work in CYA required & cosbination of
wental, physical and peychological characteris~
tics which are found in diminlshisg propertions
in employoes past age 38, This was the boginning
of the devsispment of & palicy of Vearly” retire~
awat {i.0., esariler thuan ags 79) and, 8139,
towsrd the eventual Jevslopzent of LIARDS,

b. CGenersted by 2 gontimsing and sarious
cosceTa about the nued Lo Xasp the Ageney’s WOTXK
force. young snd vital, the Diresctor of Csatrsi
Intalligence spproved in 1839 2 policy calling
£or ratirament at age H0 OY a3 SOLN thersafter
as azployeas bocome eligible for an lamediata
annuity -» at the tins, age 64 with 30 years of
gervice oy ase %2 with Zive yoars af ssyvice.
The signlficenca of this developasnt is that
it was the first siep sowadtd putting ia the

hands of managemsut the sgheduling and contrsl
of voticewents; bsfore then, such contrel was
lacking and retirement was subjact to the docl~
sion of amployses., It was yocozalned 47 thae
ine that the new palicy deparied gigaificantiy
from the msadatery provisions of the Ciwil
Sarvice Retirsment System and that the Ageacy
rsr ths risk of euteyy and even legsl zctioan
fron nffected saployess., Dasplie the visks,
 the Aruncy orocoedsd beoause of the axtrems
{mportanecs attached 1o the age &8 retiremeat
poiiey. :

&, The 1965 Federal 3alary Act authorizad
rotlremsnt a3t age 60 with I0 ysars of aervics,
and pur "amandatory”™ retlremeat ppiicy was revised

Caccordiagly for saployess coveyrad by the LER5.

&, In late 1347 the Agancy gondueted &
gonprehensive review af this policy, On 3 Hay
1283 the Director of Central Inteiligeads re-
sffirned the policy znd alsa approvad a reiirs-
nent rotionalae in suppert of this pelicy. I
helisve 1t iz releyaat o our prossat roview
to attach that rationale. In it yau will nots
the criticsl reistionship beiween our rorironent
policy and the proper functioning of this Ageady.

G.w LA ral
PIIRYERE:
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e. FEarly retirement in CIA has contributed

mightily to three objectives of Agency management.

The most significant of these is that the large
number of retirements aided greatly in meeting
personnel reductions, and we were spared the
agony, strife, and attendant potential security
problems of initiating massive adverse separation
and termination actions. In addition, these
retirements assisted in keeping the Agency young
and creating headroom for promotions. For exam-
ple, for the five fiscal years 1970-1974, there
were 3,172 retirements; the average age of retire-~
ment reduced from 56.3 in FY 1970 to 53.3 in FY
1974. In FY 1970, 54.6 percent of retirees were
under age 60; in FY 1974, 87.8 percent were under
age 60. There is little guestion that the retire-
ment policy has served the Agency well.

f. Enactment of the Fair Labor Standards
Amendments of 1974, which included a prohibition
against age discrimination, forced us to revise
our "mandatory' retirement policy for employees
covered by the CSRS from one requiring retirement
at age 60 to age 65. This change has caused deep
apprehension that the many advantages of the earlier
age 60 policy would be diluted or even lost and,
as a result, serious personnel management problems
would ensue. Despite this change, we continue to
hope that employees will view early retirement
favorably, thus minimizing the effect of the change.

2. I have included the above summary of our long-
standing policy in order to establish that the retirement
of Agency employees historically has been a matter of deep
and continuing concern to Agency management. This policy,
which deviated dramatically from that generally found else-
where and more specifically from that provided by the Civil
Service Retirement System, has been a key facet of the
Agency's personnel management system. With this background
on our overall retirement policy, I wish now to establish
that CIARDS -- which was obtained for a unique category
and limited number of employees -- has become an even more
integrated part of our personnel operations.

1
o
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a. In 1852 the House Armed Serxvices Committge
exprassed its Jdesirs for the Agency to have a
yatirsmant system that “would stand on its own
two fest.” In 1964 CLARDS was enacted lmte law
to provide ratirsment fur certain employses ef
ClA whoese dutles waTe glmarly distinguishadle
from normal government employment. Ia 1865,
just as the Agoncy was lnstaliinz the new retire
asnt systom withinm CIA, 8 White Heuss Cabinel
Committes was appointed to examine sll Pederal
retivenent systeoas, That Conmuittee devotad sono
of 1te time to comsidering the merger of other
ratirement systems with the Clvil Service Systesm,
which, in its view, would contribute to hetier
and pore economicsal adainistration, saximux
across~the-~board conzlstoncy and batier cooy-
Alaation with othar fringe henofits, Whiile all
that seens to constituts & laudable goal, the
Committes 4id, howsver, recognize that the
managesent contexts In which retirsnent systems
cworate differ. jlence, the Committos sekaowledyad
the vasrly different organlizstional coaplaxions
of the nilisarry servicss and the Forsign Service
and conclindad that:

ISR (Hilltary Services Ratlrsment)
“aad FSR (Feroiga Service Retireweat) ars
panagensnt oriented to & greatsr deyres
thap is €83 {(Civil Sorvice Retirement).
Bath are closely coordlnated with their
raspective porsonnel systems (o facilitate
148 ratention snd promation of ths =ost
able and to saparate or retire the laast
able as well as thoss ne loungeyr able o
. fully nest requirewsats of the ssrvide.
The glose coordination bhetwesn thess
ratiraneat systens and thely respective
personsel systems iz a basic reason for
their continued separats saistonce.”

We belisve that the CIARDS is sven more valgue
anons Padsral rotirsment systens, not enly ingofar
‘a8 it has bacome an orXpanic pait of pur organization,
““Hut also in that s good part of lus methedelogy falls
within the purview of the Directer’s statutdry responsi-
bility for protectiag intelligends sourcos and pethods.
¥ will oxplain these twe aspects!
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{1} CIALDS iz net Just an ardinazy
rediveasat systea $hat hadopeas te be
seoayate from Clvil Sorvice. It ls
uniqueiy tled iate The whole Ageacy
fabric of panagasent, Ons of the
statutory criteria for particlpazion
in ClARSS is the performance of dutlies
that are “clsarly distinguisheble froa
normal government supleysent,” A Retire~
mant Bosrd, coasisting of sanlor Ajgendy
sxployess, roviews ail requanns for
aduiszion to CIAUDE 2o ensurs that the
sratutory and razolatery raquirenments
governing gealifying service and othar
e21l2ibility requirements ate rizldly
adhersd te, The Board revisws the
suzioyasnt vYecord of participents Ia
CIAZDS at gertaln intervals o eazureg '
coatinued elizibiiity to ressia iln CIARDS.
this activity ig conducted throughsun
tae Agsusy aud vesults 1o ouployess
baing dropped from CIARDS or takew into
it. 2izid control is waintalned by the
foard apd msnapgenent of the type of
service which is qualifying o sasurs
compliance with the spirit and intent
sf ths law, This type ef asctivity is
closely dntervtwiasd with and veyuires
the participation of Agency manaloxent
and the many Catrssy Sevvices or (arser
Service Sub-Groups ints »hich CIA
narsosnal ave dlvided. Siace the
spocial retirvement benafits of CIARDS
were seught sud obiained for approxi-
psately & third of Agoncy pavsennel,

-+ tha balange te bo covered by tag
Civil Zarvice Hatlrsment System ~-

the conirol, Teview, snd dasipnation
fusnctions currently baing perforsed
wauld have to Lo malntainsd even with

3 mergsy with the {ivil Service Rstire~
ment Sysztem. In ouxy visw, merger would
wot enly componmd the administrative
cosplexity of this activity, bet would
paka it nors expeasive te pesrisvo.
vepdless to say, legislarion wmould be
roquired to achleve this separats Yunc-
tion, oven though the Systans sre nergad,

&
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and wouid be likely fo gensrate axtenslve
dizousslon and debate 83 to the ¥atloanals
for the propossd Jdelinsation of respounsi-

{2} The CIAR3S is alsg such porvs
managament~directad than is the Civil
sarvice 3ystes -~- another foeture that
adis onlgueness. The Carcsr Service
eoncept gives managesent 3 large vole
ovey the carears, and evean oveay the
tives, of the participaants. Dirpeted
assignaeats ere a0t uvacoason. 10 staff
our Stotion in Yistnsa during its pesk
years, for example, roquirad erdaring
officors o dusy thers against thelrx
parsonsl prefersaces. The incantive
of gualifying Ffor CIAADS as a bdenefin
of such sarvice matsrially assisted
our 3taffing of this and othser ovaysoss
syeas, Actual rotiresents belaw ths
sandatery vetiresont sge in CIARDS are
also # fuaction of msasgemeat. Hnliks
the Civil Ssrvice Retivsmsnt Systen,
valuatarty ratircasnts under CIARDS are
peraltted only with the approval of the
Dirsctor; ond the Dirscter can vellre
involuntarily any participant with s%
least 25 yesrts of service or one who i3
aza 59 with 20 yosys of ssrvice. CIARDS
is, then, zore of 2 management tool than
iz tha £ivil Servica Retirsmant 3ystewm;
and 4t is a tool thal is inteyratyd iats
the Eramework of Agency managssgat
pragiices.

{3} ur. Ash's suggestisn T2 nerge
CIARNS with the Civil Ssrvice Retivesmentl
Systen further valses a Condern bayond
vetirement., lers I sm veferring to the
Nivactar's statutdry responsibillly to
protect inzolligsace sources and pathods
and many of our activities in CIARDS is~
volve nethods which we fesl compalled teo
kaep classifisd, under contvrol, and kuown
to aa fow pexsons 33 possible.
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1 think it i3 safe to say that bocauss
of our statutary rasponsibilities, tha Agendy
pust employ and utilize fadividaals in 2
variety of ways not found glsevhers in the
Federal governmeni. In the nain, thess are
shnse “certaln eaployess” rofarred to in
the title of the CIARDS Act who are pay-
Forming duties that are ., . . 38 specialized
becausa of security requiraments as o be
clsarly distinguishable from noymsl Govarnm~
nent oRPloyEaent . . ., OB3 of thes statuiaxy
critoria for admission vo CIARDS. Gftan
these employees nro under cover in various
pther orzanlzations; some ars serving in
nepn-official” capacitiss. in most cagseld,
participation in CIARDS is based on servica
overssas., A3l thase various types of
pamploynent sitvations and service involve
classified informatiscu and sensitive
mathods which must be protacted not only
during espleoyaent but oven after watire-
pent. Merger with the Oivil Sarvice
natirement System weould vegquire the Civil
Service Comwission to develep and naintain
special sacurity nrocedures; to iastall
necessary squipsent, 2.%., gafas; to clesr
and instruct large groups of eaployess in
etes opanay handling and custedy of thasa

kg b

25X1A

¥e baiisve the Directer, Burean of Retire-
pant, Insurancs and Dceupational Health ‘
would have To overcose savious oroblens

in order to agcommodats tha gacurity and
other regquirements of our retirement syslen.

b. tHerger, tharafore, would vequirs replacement
of testod procedures, contrels and nechasismrs under
ny ceatyol. Substitutes -- aven if accoptable ones
conld ba developed, and I doubt that they could -+
would noz be undey ny contral. The result would
jmpalr ay statolory responsibility. The E€IARDS

s Gystem, interwovan into a larger coagext of Agsacy
‘ managenent and highly elassified methods, administers

Fw .
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such matters routinely and with grsai sad secure
efficiancy. Participants retired under such cir~
cunstaness ara CIA's responsibility te adsianlster,
not only watil thay dle, but until all thelr szur-
vivors sligible for retirsment benefits are dead
Loy,

3. The Cabinet Committas on Retirsment ackaswliedged
thet the Fereign Service sad the Hilitary Rezlrvement Systans
could be excluiod from o schems for aerger becauss these
rotirement systoms wers 0Ore nenagensnt~orientsd. ¥We think
that this conclusion is sound in that it 4id not view all
indenendent yetirament systems mersly &3 groups of 1luosseyr
nurbsrs of employees; it wissely accotded appropriaie welght
to the peculiar characteristics or the quality of the
philasopby and the professionalism of the casires wiich
made up thess independent systams. Az we have discussed
above, CIARDS is at lvast tho equal of FiR and MBR ia
these respacts and thet, in addition, the CIARKS has
upique peculiarities, due 1o the tlondestine couplexious
of many Agency carears, that fall under the Pirectar's
statutoery reyponsibility.

3. ow lot me sddress the subjoct of the morale of
our CIARDS participants as 1t would be affectad by norgey .
with the Civil Servics Systen. To luwp thase participants
into the Civil Service System now, after ten years of ad-
ministering & separate vetiroment systen which vecognized
thes peculisrities of Agency euploymant, would, ia our
Judzmeat, disinish the effectlvenass of an asset that
auy Covernment snd this Agency nesd today. Pesrhaps I
can underscore thls by quotinz from a statesont nade by
s former Director, John A. Mclone, te Congress op
14 Docewber 1262, Testifying on bohalf of the CIARDS
#8111, he sald: I consider the enasctmest of ths pro-
posed BIll (and thisx was for a sepayals syaten) sssential
to the offective performance of our mizsion,” Horve
eurreutly, cur Daputy Director for Opearstions, whose
Caveor Service includes the largzest number of CILARDS
participants and vetlrses, states’ “The nffect of this
wove (the merger) on morale within ths DDO would be
Jdisastrous aud, taken with other difficulties, wonld,
in my oplalon, soricusly degrade the calisre of tha
penple wo could hire and/or retaia in the Uperations
plractorats.” 1 fully support his position.
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%. Y submit at this polat that the unigue aspscts
of CIAZDS and of the awployess it covers, as well as its
relstisnaship to our overall porsonnsl managenent systewm,
arpue for its coatinuation as a separate systen, CIARDS
is 2ot just a Yelatively small nuaber of persons. (Un
31 Jasuary 1975, 4,630 partlcipanta, 1,835 anauitaats and
254 survivors,} It is 2 progran sdzialstered in & fashion
or by methods unique to fhe U. 3. Governmast. This unlque-
asss, which was recognized by the Congress in a&pproving
CIARDS ns 2 zeparats and speclal retirssent systom, often
invelves cases covered by the Dirsctor's responsibllity
to protact sources and methods. :

6, r. Ash's lotter stated that the dffficulty inherent
in providing for the umfunded lisbility argues for merger.
Aftnr reviewisg various algerxnatives to resolve our funding
probles, the Agency's lanagemant Conplttse recognendad that
we propose eaactment of funding legislation parallel o
that previeusly enactad for the Civil Service and the
Poralgn Service Systems. We think that thers arve ispoer-
tank advantages to this proposal; statutory precodent
axists and the principal portion of the asddltivaasl funding
would be exempt from the appyopriation procsss. The amount
to be pald inte CIARDS would be roflectsd 85 a lins it2a
in the U, 3. Budget, but this line itexn would revesl little
or nothing about Agency sizo or budget aad we Lellasve that
the advaatages sccruing te CIARDS from this propasal fer
outweish the ¢isadvantege. With respect to ihe AiEficulty
of updating CIARDS, we bellevs that tae proposzal in ouw
preseat logislative package foxr the gnactment of benafits
Fay CIAZDE, waich are approved fer the (8RS, by adalnlstra-
rive moans {(without bypassing the legislatuyre) would obviate
the recarring recourse to the lepislative progess for the
sttainment of bsaefits Jecresd for mest governsant osmployses.

in sunmary, w2 beliave that mevger of CIANDS with the Civix
Capvics Retirsasant Systom would deprive the €A of an important
wanagesaat tool, would result in greater adwinistrative expense,
would craste acute administrative sad security Jdifflicultiss, and
would seriously affact the merale of those Ageacy ewployees for
whosn CIARDS wss enacted, Enactmeat of sur propese: laglsiatlye
program weuld solve the difficulties of funding and updating of
henatits without Jeopardizing our prosent CIARDS Systes end iis
taportant centributioa to our persssnel managsmant pyogras for
a najor sad vailgue category of Agsacy ouployses.

Siucevely,

1l

W. E. Coldy
DBirector

ﬁ'l’r

.I 5 . . N i
Fnelosnes Uiei v B el
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RETIREMENT RATIONALE

1. The production of intelli;';érlx'c'e bearing on _th.e:.I:.a_.‘!:.i(?n:a,} f |
security for use at the highest levels of po}ic-y- deter;;xmatlon ot. E
the United States Government is a respcmsﬂn'th' of the %zages .
note. The organization bearing this responsTtnhty shou g-t ‘

ffed with persons of the highest available_. intellect, }n‘tegn ¥s.
;traofessionalism, dedication, peirspicacity, a.nd c?ynannsm. tz};e
Central Intelligence Agency's retirement ‘pohcy is an essen 1th L
element of its program for ensuring.that its staff possesses these
attributes to the highest degree feasible. | .,

2. The peréonnel staffing program of the Agency is batseddon

the concept of selective recruitment f.or career employn;en. z;r;d. |
managed career development. Selection sta:n‘darfls are des;;g nﬁa_l
to accept only persons with the highest qualifications and p '(;:es >
for development. “The Agency's development program prov%on
career-long blend of formal training. and mafnagsd Zzg}%zezis;egpbn“
through apprOpr.iate assignments of increasing bre

sibility. \

3. The goal of the Agency's develép‘rr}ent program.is to i).'lac.e‘
the best a{ailable employee in every p051?10n. Pron_’Lhotlon p;) ;;ﬁ |
reinforces career development by advancing those'w c'» exce ] .
have the capacity for further growth. The. Agency's :c.-1g¢:>.ro1&:i o
system for evaluating the performance of its employees 1s t?sffc;_,
to assure high levels of effectiveness. ':['hose who-ar: utns?. sfacs
tory are separated; those who are margx-nal or unlikely to find £
career satisfaction are counseled to resign.

/ . §

4. Intelligence activities are’ t‘:haracte:.rized by c.ontinuOusa‘ .
changes——in requirements, methods, techniques, pr_oc:ass:s.;s n
emphases. As these changes occur, the Agency reassigns i s
career staff employees and provides supplementary tranzx;xf e
required. To the extent that these me'ftsuref; _d? not mee ;eex::i e »
requisite skills, experience, and special abilities are acc‘lun“ y
the employment of new personnel.

-
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) "‘.Blecziluse ther'e are p'racfical limits to the size of the_Agergg-yf o
th > irement for"new'e'mployeeé'.' and the operation of the career .-
e requ o8 RPN

developxnent program

cannot be accomplished without attrition. =", ., | -

Part of this attrition is préiiided By involuntary separations and * - - -
arx S rao

. - tions through the Agency's system for evaluating e‘mpl.oyeg",_;_;“:_‘_ o
resignations Other vacancies are provided by voluntary retire- -
Performgllce:.ignation and by' death and disability. Bult_togethe.r -t}-lqsse. :
gloezto:::lreate a sufficient nur.nber, of ?igéncies.; _ .

| 's retire r‘t':l.‘c‘)iic,.” is an integral part of its : ~ - T
B T it retl.remef/‘ o e formance required by its
program to maintain the high le'vel of performan

S

:csjon and responsibilities. It also provides the additional attrition -
1 . - . . R . . -
mlcsesssary for career development and the acqu151t1:on'of new em-
;;oyees This policy, 'ad/o'ipted in 1959, generally limits th‘e career .
span of its employees to age 60. :

7 | Agency employeeé, with some exceptions, have all attained
their :iareer peaks several years before reaching age 60.. ) They h?.ve
had a full CIA career and have made their maximum individual ‘c;o:—d

: io1 ifi template
ibuti i t. Exceptions specifically con
tribution to their Government. ; ntemplate
ivi scholarship and talents tha
are individuals who possess rare ate it
iffi in the normal course of career deveiop .
be difficult to replace in . c development.
i 1d not be in the best interes .
and whose retirement wou 5 o :
i t at 60 may result in loss o
nt. In some cases retiremen N :
e:ltzgle experience and know-how and only generate a recruitment
and tra/ining requirement.

i :sed that enforcement of the policy to retire‘ _
. 180.),;;1:::;5%3 occasionally subprdinates the persq\na’]i‘ lies%zes
of tI;e individual to the best interests of the Government.i 1st1 g
usually the case when it is necessary for any reason to sepaxade ;;

The normal voluntawy/retirement age for 1:nf3st Fe deral -
emp oy ee. is 65, and the compulsory age under the Civil Ser\fme
employe.es';,-o S’imﬂar retirement ages for CIA would result in the
SYSternl“1 cu;nulation of an excessive number of employees. of .de—
gr.a <.1ua " formance, whether due to declining health, motlvano.n,
chmn.g Perr to inabi'.l;.ty to adapt to change. The effe_ctiv?ness with
o 'dl‘We OA ency fulfills its extraordinary responsibilities dep?nda
Whl.Ch the 28 thg highest possible' level of effectiveness in staf?ng
:l?tlieglznzson Consedquently, extraordinary action toward attaining
e . : _ ‘

GENFIZERTIAL
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'd' aiwntaining""chai's" ggéi;z;s'uch ;a’s. effecting a retirement poli.cy"; .-
' anor?étringént than that for the Federal service in gen.erélf?"_l._‘"’,,_{-"r-- -

[ L

warranted.

i : Cs P T A

9. lRetirerhe:ni: atage60 may a'pp'ei'ai;}_le‘s‘s apprcpr.iate for t‘hosi:e N

A nc' empléyees who are in positions tha‘f: are not unlqu.e to 11;1{:5:1 ;;—-.
eg:ce};ctivities. In theory, it might be possible to 1dent1.fy a S}?-

gositions and exempt the incumbents thereof from the retiremen

10. There are two réasons"for not doing so. }‘d:’.c.empts1 to forf-_-_

- qulate criteria of differentiation would generate new prob er-ns.of_
mora}e and administration. The creation of exempt c'ategor1e:hc> _
l;3n1~rzq:o1c))r<acas would foster.lodious comparisons. It \.;voulc} t:hwlar_t e
implementation of the general retirement policy mdefmlteuy as = -
gr(l))up.; and individuals pleaded their individual cases.

1 1. The 'more' fundamental rea-son for not exempting certain .
categ;)ries of Agency employee's is that the work of the Agency n;::l
: i i ires a gen -
i tmost responsiveness. This requires ne
be performed with u s requizes & Bt
11 11 employees that timeline

te of mind on the part of a 1o ‘
zza;xfracy is im'perative, and absorption with the task a‘f: har.xd ;ailf:e: .

 priority over personal distractions. Advancing years inevita ly r1o g
pbout a lessening of work vigor and enthusiasm. Th;e larger the pz;h
. tion of older employees, the greater the debilitating effects on the
por ) ting effects on the
tenor ;)f the Agency.

12. In summary, the age 60 retirement.pcilicy is a key 3?:;11;?: .
of the Agency's efforts to attain excellence in its staffing. ld; rout
:ev'the entire personnel program of the .A-gency would e
" pOhC)'rI‘.he most vigorous and productive individuals, finding
f}?;:rfsdc;lves stymied, will leave the service or.will never be pe:;-.
suaded to enter in the first place. ‘ I.Sy shoTtem_ng‘the car;e;isiln ;
f all employees, service in intelligence will continue to il fm.y
:ttractive to outstanding young men and women. fin the end, X
national intelligence objectives will be best served.
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January 30, 1975

Honorable William E. Colby
pirector of Central Intelligence
washington, D. C. 20505

—tee

Dear Bill: ;

The Erésident?s review‘of the budget submissions of all éxec-

" utive branch agencies has been conditioned by a balanced eco-
- nomic program that is designed to stimulate economic growth

without aggravating inflationary pressures. The spending

.+ proposals delineated iri the 1976 budget for each Federal activ- . |
ity are consistent with these objectives. : T

As you know, this year's budget review included an examination -~
of out-year requirements through 1980, projected from decisions
made for 1975 and 1976. Although the 1977 to 1980 estimates

are intended to provide firm guidance, the degree of uncer-
tainty surrounding such forward estimates is obviously much S
greater than in the case of shorter term estimates. adjust-
ments (down as well as up) will, of course, be made in next

' SECRET -
cLicsps py . Director, OMB
nr e LT TN T o m—y—— P AR
Ex CACTS GETET NI DETLRATITOATION {‘ ’
c we T e v e mem e ~ - '5
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year's budget process as required to make account of certain
developments now unforeseen; for example, the outcome of this
year's legislative action, later and more accurate statistics,
more informed appraisals of workload, and othexr changes in

the external environment. The budgetary guidance for CIA for
these out—years is as follows (in millions): -

The Président expects you to develop plans for the operation
of CIA in such a way that your budgets for these years will
be held within these totals. S . ~

The 1976 end-of-year and transition period ceiling on staff
and contract employment established by the President for the
Central Intelligence Agency is The progress you have -
achieved in making your employment reporting system more
closely parallel that of other Federal government agencies is
‘to be commended. Through the use of this standard, I believe

| ! we can better &valuate the reguirements for agency personnel.

I trust that you will continue to move in the direction of
" conformity with the employment reporting practices of other
Federal government agencies. If additional positions are to

.'V//be required in CIA because of unexpected growth in the volume

of your reimbursable activities or a transfer of function,

"~ you will arrange with those other agencies to reduce their .
employment ceilings by a number at least equal to the increase
needed in your ceiling. Requests for adjustments from both
agencies.must be submitted. concurrently. to the Office of Man-
agement and Budget for approval. - '

The President has asked youx, help in slowing the upward trend
' of personnel costs. You should give special attention to use
every reasonable opportunity for eliminating or downgrading
vacant positions, particularly those at the GS-16, GS-=17, and
cS-18 levels: insuring that promotions are fully justified;
hiring college graduates wherever feasible at the G?—S entr¥
ievel; eliminating unnecessary organizational layering; train-
. ing employees to do work more economica}ly and better; and

SECRET

Approved For Release 2001/04/09 : CIA-RDP79-00498A000100070005-8



[§

Approyed For Releader2001/04/09 : CIA-RDP79-00498A0001096700058 3’

encouraging employee suggestions which lead to cost reduc—
tions. The creative efforts of your managers should be en-
listed to find ways to meet the President's objective of re-
ducing personnel costs. The results of your initial efforts
should be reported to this office by May 15, 1975

Yourx proposed legislative program includes amendments to the
Natlonal Security Act of 1947 to protect sources and methods.
'~ As you are aware, ‘clearance on your proposed amendments to
the National Security Act has been in abeyance pending resolu-
tion of differences between the views of the CIA and those of
the Department of Justice. We understand that your staff and
the staff of the Department of Justice have been discussing =~
these differences since April of last year. 7You should provide -
this office by April 1, 1975, with a written report on the sta—
. tus of these dlscu551ons and any outstandlng issues.

+ In addltlon, your 1eglslat1ve program proposes amendment to
. the CIA Retirement Act. We believe that a full review should
_be given at this time to theﬂéggiggglllty of mexging the CIA
. Retirement and Dlsabllmmyw§ystemvw1$£:fﬁat of the Civil Serv1ce

“Retirement and Disability System. The dlfflcultles inherent.

TR providing for the unfunded lisbility in this essentially

n"off budget® system and the continuing requirement to update

the authorizing legislation to parallel changes in the Civil

Service Retirement and Disability System argue for a mexrger.

By April 1, 1975, you should also provide this office with a

report as to your recommendations for solutions to these prob-

lems. The report should indicate the difficulties that might
arise from a mergexr and possible leglslatlve or administrative
solutions.

For youxr reference,,enclosed are copies of the 1etters whlch
I have transmitted to Chairmén McClellan and Mahon of the
Senate and House Appropriations Committees informing them’ of
the amounts for the Central Intelligence Agency 1nc1uded in
the Pre31dent s budget estimates.

SECRET
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The President expects each agency official to support actively
the budget amounts set forth in this letter and its enclosures.
This support should be given in testimony before congressional

committees and in informal contacts with members of Congress
and their staffs;

Sincerely,

Roy/ L. Ash
: i tor
Enclosures DiYec

KRG,

SECRET
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is based on input from the Office of Finance
and the Office of Persomnel.
attached the 2 April 1975 letter from the
DCI to the Director of OMB which we referred
to in our answer to question 2.

ATTACHMENTS ARE CLASSIFIED ''CONFIDENTIAL"

)

Also, we have

FOLD HERE TQ-RETURN Y9 SENDER

FROM: Name, ADDREES alib PUKE NO.

DATE

. . 7
Acting Director of ‘% el

01| Jnn ©78

| UNCLASSIFIED

| "CoONFIDENTIAL | SECRET

FORM MO, 237 Usa previous editions

1-67

¢ GPO : 1974 O - 335-857 (80)

0010Qp70005-8

Approved For Release 2001/04/09 : CIA-RDP79-00498A000100070005-8



